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Abstract

The present study aimed at identifying the leveltloé employee's perception of the organizationatige and the
organizational citizenship behavior among the eygds of the Jordan National Electric Power Compalsyg it aimed at
identifying the impact of organizational justiceisfdibutive justice, procedural justice and intdi@gal justice) on
organizational citizenship behavior (altruism, deay, sportsmanship, civic virtue and conscientiess).

The target population was the employees of JoMktional Electric Power Company, their numbers wigt@0 employees,
302 questionnaires were distributed, Only 202 wetarned valid to statistically analysis, with apense rate of 67%.

The present study has shown that the level of @ghtanal justice was medium and the level of oigational citizenship

behavior was low. Also the study has shown thatamiational justice (distributive justice, procealujustice and

interactional justice) have significant impact aganizational citizenship behavior (altruism, cesyt sportsmanship, civic
virtue and conscientiousness) at Jordan Natioreadtit Power Company.

Keywords: Organizational Justice, Organizational Citizenship&gor, Jordan National Electric Power Company.

1. Introduction

The organizational justice which affects the pssfonal motivation, satisfaction and the behavidrthe employees has
gained great importance lately and many researarerbeing made on this field nowadays. Organimatiqustice refers to
the extent to which employees perceive workplaceceutures, interactions and outcomes to be fairatura. These
perceptions can influence attitudes and behaviberployees, in turn having a positive or negatimpact on employee
performance and the organization's success. Atsis, @ key determinant in organizational citizepsbehavior, which
become important because it helps to facilitate atieievement of organizational goals and thus etgsorganizational
performance.

In today's dynamic workplace, successful orgditima need employees who do more than their rotpirements,
employees who perceive fairness would want to dmrte more to their organization. Additionally, whemployees feel
that their company is managed fairly, they are niitedy to view citizenship behavior as an apprageipart of the social
exchange.

1.2. Problem Statement

The problem of this study is that the concept rofanizational justice is a modern concept and é hat been extensively
examined in studies by the interested research@exefore, absence of this concept in organizatoight lead to a low
level of employee's organizational citizenship hérain such organizations.

A lot of scientists and practitioners realizhd importance of organizational justice on achigwrganizational objectives
and goal through enhancing the organizational esighip behavior of employees. Due to the growingoirrance of
organizational justice there have been many attengpapply its theories to understand the behasi@@mployees within
organizations and it was used as the basis forpirgetion of organizational citizenship behavibemployees. Therefore,
the problem of this study is trying to understahed tevel of organizational justice practices angaaizational citizenship
behavior from the perspective of employees of Jordiational Electric Power Company and its impact toeir
organizational citizenship behavior.

The management dbrdan National Electric Power Company is interesigdb attitudes and behaviors of its employees
because it is believed that there is an associdtiemveen these attitudes and behaviors with worlcomoes. The
performance of employees who are treated unfairtyiaconsistently by managers may be deterioratedtaeir acts would
not be for the interest of the organization.

The management dbrdan National Electric Power Company need to asgethe level of organizational citizenship
behaviors among their employees through practitiegorganizational justice dimensions.
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Meanwhile, because one of the most importanbfacin an organizational citizenship behavior igamizational justice.
Although there have been studies examining the éinplorganizational justice on organizationalzgtiship behavior, it is
seen that the number of studies conducted in Jogdaitonment have been limited especially in JorNational Electric
Power Company. Therefore, it is considered impotimatetermine the impact of organizational justioethe organizational
citizenship behavior at Jordan National ElectrigzvBoCompany.

1.3.Study Purpose

The purpose of this study is to investigate tbsué that how and to what extents organizatiorsticg can impact
organizational citizenship behavior among employdelrdan National Electric Power Company. To émid, the impact of
organizational justice dimensions on organizatiai@enship behavior will be discussed initiallycathen the relationship
between the three main organizational justice dsimers (distributive justice, procedural justice dantéractional justice)
and five dimensions of organizational citizenshighdwior of employees (altruism, courtesy, sportshgm civic virtue and
conscientiousness) will be checked and there wvéllrdcommendations to improve organizational cishgm behavior of
employees at Jordan National Electric Power Complaroyigh the development of organizational justiieeshsions .

1.4. Study Objectives
To accomplish the primary purpose of this studg,tfajor research objectives are briefly statedbows:
To describe the organizational justice behavior regrithe employees of Jordan National Electric Pd@@mnpany
To describe the level of organizational citizendbghavior among the employees of National Ele@dwer Company

To determine the impact of the three dimensior@rgénizational justice on organizational citizepsbéhavior
according to the opinions oEmployees ofordan National Electric Power Company.

1.5.Study Hypothesis
Based on the study problem, objectives and its qgunaéframework, main hypothesis is that:

Ho: There is no statistically significant impact @t0.05 of the organizational justice dimensionst(ifistive justice,
procedural justice, and interactional justice) egamizational citizenship behavior (altruism, cesyt, sportsmanship,
civic virtue and conscientiousness) at Jordan Mati&lectric Power Company.

In addition, sub-hypotheses are:

Hol: There is no statistically significant impacteat0.05 of the organizational justice dimensionst(iiative justice,
procedural justice, and interactional justice) afiruism dimension of organizational citizenshighéeor at Jordan
National Electric Power Company.

Ho2: There is no statistically significant impacteat0.05 of the organizational justice dimensionst(iiative justice,
procedural justice, and interactional justice) @ourtesy dimension of organizational citizenshifndéor at Jordan
National Electric Power Company.

Ho3: There is no statistically significant impacteat0.05 of the organizational justice dimensionst(iiative justice,
procedural justice, and interactional justice) @portsmanship dimension of organizational citizgndfehavior at
Jordan National Electric Power Company.

HO04: There is no statistically significant impatte&0.05 of the organizational justice dimensionst(itiative justice,
procedural justice, and interactional justice) cimic virtue dimension of organizational citizenshiehavior at Jordan
National Electric Power Company.

HO5: There is no statistically significant impatte&0.05 of the organizational justice dimensionst(itiative justice,

procedural justice, and interactional justice) oanscientiousness dimension of organizationalesihip behavior at
Jordan National Electric Power Company.
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Figure 1
The Study Model
Independent Variable Dependent Variable
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Source: Developed by Authors

2. Literature Review
2.1. Organizational Justice

Philosophers and social commentators were writibgut justice long before management scientist®.wémong the
ancient Greeks, for example, Herodotus' History Rhudarch's Lives described the achievements ofavgiver Solon, who
reformed Athenian government. These are the pmaa@iapproaches, since they seek to logicallyrdéte what sorts of
actions truly are just. As such, they reside cotafdy within the domain of business ethics. Whitgamizational justice
borrows from these older traditions, it has its adistinctions. Unlike the work of philosophers amtbrneys, managerial
scientists are less concerned with what is justraoce concerned with what people believe to be Jasbther words, these
researchers are pursuing a descriptive agenda. Sgeyto understand why people view certain eva@hisst, as well as the
consequences that follow from these evaluationghik regard, justice is a subjective and desegptioncept in that it
captures what individuals believe to be right, eatthan an objective reality or a prescriptive rhaade. As defined here,
organizational justice is a personal evaluationuatioe ethical and moral standing of managerialdogoh It follows from
this approach that producing justice requires mamet to take the perspective of an employee. Eahey need to
understand what sorts of events engender thisciugdeeling of organizational justice (Cropanzaoal., 2007).

The term organizational justice was first usgdHRrench, 1964) to refer in general to fairnessiés in managing people. It
was (Greenberg,1987) who first use the term refgrtd people's perceptions, where he defined agtianal justice as a
concept that expressed employee's perceptions #imextent to which they were treated fairly, hganizations and how
such perceptions influenced organizational outcosnel as commitment and satisfaction.

Well-designed systems that promote distributiy@cedural and interactional justice profit bolie individual and the
organization. The impression of unfair treatmenyrfead to an individual lowering his commitmenttte organization,
decline in job performance and job satisfaction ahdwing reluctance in helping his co-workers (Aoda, 2002 ,
Cropanzano & Greenberg, 1997). Employees may alsingelved in deviant behavior affecting the workpé, including
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sabotage (Ambrose et al. 2002). On the other hamedence of justice can improve job performanceddtilet al., 2001), it
may lead to higher commitment (Cohen & Spector, 1200rganizational citizenship behavior (Masters2®)1), reduced
turnover intentions(Daly & Geyer, 1994), acceptan€estrategic goals(Kim & Mauborgne, 1993) and highel of trust
(Pillai et al. 2001).

Studies on organizational justice mostly intBnen distributive, procedural and interactionatjoe as the following:

- Distributive justice: distributional justice is tiperceptions of workers whether the organizatisaalngs are distributed
according to the real evaluation and the perforrmgresented (Moorman, 1991). Cohen (1987) defimeslistributive
justice as the equal allocation of resources t@thployees due to the predetermined standards.

Distributive justice has three important princip{(€gan, 1988): equity, equality and needs:

1- The principle of equity: It means that one's rewashould be equal to one's contributions.

2- The principle of equality: Under this principlel aimployees should be given equal opportunitieséoess to
rewards, regardless of their individual charactiess

3- The principle of need: It means that resources Ishmeiallocated according to the employee' need.
- Procedural justice: It is concerned with the fagsef procedures and policies used in decisionmgaki the work
environment (Greenberg, 1990). On the other hatohgvsky, 2000) stated that procedural justicersefe how

decisions for the distribution of outcomes are métde also related to the subjective and objectituations.

Leventhal (1980) proposed six procedural justidesdor supervisors to ensure that procedures areejyved by
employees as fair:

1- Employees should be involved in the decision makiragess that will affect them.

2- Opportunities must exist to modify or reverse decis made throughout the allocation process.
3- The allocation process must be based on as muahigfmymation and opinion as possible.

4-  Allocation procedures should be consistent acressoms and stable over time.

5- Self-interest and bias should be prevented throuigthe allocation process.

6- Procedures must be compatible with fundamental haméh ethical values of the individuals involvedidahe
work environment.

Interactional justice: It refers to the perceptadrihe quality of treatment an employee receiverwpelicies and
procedures are implemented in the workplace (Biddofag, 1986). According to (Barling & Michelle, 199®)teractional
justice is the perceptions of justice relatinghte éxplanations provided to people that conveyrim&tion about why
procedures were used in a certain way or why outsonere distributed in a certain fashion.

Bies and Moag (1986) identify some key aspeciatefactional justice, which can enhance peopletseptions of fair
treatment as the following:

1- Truthfulness: Information that is given must bedisti@ and accurate, and presented in an openrighth
manner.

2- Respect: Employees should be treated with digniityy mo recourse to insults or discourteous behavior

3- Propriety: Questions and statements should nevenp@per or involve prejudicial elements suchas€am or
sexism.

4-  Justification: When a perceived injustice has omairgiving a social account such as an explanation
apology can reduce or eliminate the sense of ayeyegrated.

2.2. Organizational Citizenship Behavior:

Dennis Organ and his associates Bateman (1983)thsettrm organizational citizenship behavior foe first time in

management research. According to the conceptsiieduby Barnard (1938) in his research, OCB meangitliregness

to cooperate and Katz (1964) defined the same pbrseinnovative and spontaneous behaviors. Oi288] defined the
concept of OCB as individual behavior that is disoretry, not directly or explicitly recognized byetHormal reward
system, and that in the aggregate promotes thetigfefunctioning of the organization. Discretiopamean that the
behavior is not an enforceable requirement of tie of the job description, that is, the clearledifiable terms of the
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person's employment contract with the organizatibe, behavior is rather a matter of personal chasceh that its
omission is not generally understood as punishable.

Organizational citizenship behavior is necessaryaio organization to perform its functions effeetiy because such
behaviors may influence both individual variablestsas their performance, decisions on distributibawards etc. and
organizational variables such as efficiency, effectess, cost, customer satisfaction etc. (Podsakad., 2009, Podsakoff
et al., 2000, Organ, 1988).

According to Organ (1988), there are five elirsions of OCB, as the following:
- Altruism: behaving in a way that demonstrates es#fhess and concern for the welfare of others.

- Courtesy: taking actions that help prevent probléom occurring, or taking actions in advance toigaite a
problem.

- Sportsmanship: choosing not to complain or aceigative ways.

- Civic virtue: adopting a posture of responsible,starctive involvement in the political or governamarocess of
the organization.

- Conscientiousness: evidencing commitment to higalsesf work quality and completion.

3. Related Studies

Several studies have been carried out in ternmsgznizational justice and organizational citizépsehavior in different
countries, while, few empirical studies conducted eixamine the impact of organizational justice agaaizational
citizenship behavior at service sector in Jordaecigly at Jordan National Electric Power Companke Tesearchers
concentrated on some of these studies as following:

(Igbal K. Hafiz et. al 2012), investigated thepimat of organizational justice on organizationaizenship behavior in
universities of Punjab in Pakistan. Results depidteat the procedural justice has positive and gtrorfluence on
organizational citizenship behavior, whereas, ithistive justice has positive but weak influencepnedicting the employee
extra-role behavior in the educational institutiofi®akistan. Moreover, this research providesrthight to the management
of educational institutions that by providing faéss and justice perceptions to the lecturers amfg@gsors, they can enhance
the overall effectiveness of their institutiondiakistan.

The study of (O. Fatimah et. al , 2011), ainedxamine the relationship between organizatiarstige and organizational
citizenship behavior with job satisfaction amongaselary school teachers in Selangor, Malaysia. Atsddentified effects
of the dimensions of organizational justice andaoigational citizenship on job satisfaction. Figathis study looked at the
moderating effect of organizational citizenship &@dbr on the relationship between job satisfactaon organizational
justice. Results showed significant relationshipswben organizational justice and job satisfactiamganizational
citizenship behavior and job satisfaction. Finatiyganizational justice was found to have a pasisignificant relationship
with job satisfaction where organizational citizeipsbehavior acts as a moderator between the twablas.

The study of (Judeh Mahfuz, 2012), investigated relationship between distributive justice, mmaaral justice,
interactional justice, job security, and organiaaéil citizenship behavior of the largest six Jarda banks listed in Amman
Stock Exchange. The findings of the study revedbed all all path coefficients from distributivespice, procedural justice,
and interactional justice to job security, and frjmin security to organizational citizenship behawi@re significant and in
the expected positive direction. The study provideitience linking the three dimensions of orgamreat justice to job
security and to organizational citizenship behav@uch insights can help bank management betteruate their strategies
and develop programs to improve the organizatioii@enship level and to enhance the employeesfgebf job security.

The study of (Al-Azzam Zeyad, 2015), which ainsdexploring the impact of organizational cultare organizational
citizenship behavior at Al-Wasattiyya Municipality Governorate of Irbid. Also it aimed investigatithe nature of the
relationship between organizational culture andapizational citizenship behavior. The study findingevealed that
intermediate levels of organizational culture, whihe results pointed out that employees showedgh levels of
organizational citizenship behavior. Findings aisdicated that there is a significant positive tielaship between
organizational culture and it's dimensions (trisipperation, joint vision, management practicegatff and common
cultural norms) and organizational citizenship heébtra Additionally, results revealed that employeesrceptions of
organizational culture were positively affectedanigational citizenship behavior and all its comgms and the dimension
of joint vision of organization culture was moreosigly associated with organizational citizenshghavior. Furthermore,
findings pointed out that organizational culturendisions have effects on each organizational ol behavior and also
joint vision was more strongly associated withua#im, management practices effects was more strasgociated with
courtesy, conscientiousness, and civic virtue, comroultural norms was more strongly associated wjbrtsmanship.
Eventually, this study recommended placing high leasgs on leaderships as they play moderator rolsinplify and
stimulate individuals organizational citizenshighbeior and to conduct more studies on organizakiounliéures types and its
role in driving and stimulating organizational zénship behavior.

The study of (Demirkiran Mustafa et .al, 2016gaswconducted to determine organizational justicg @mganizational
citizenship behavior levels of workers of publicspital in Turkey, and to test the relationship kesw organizational justice
and organizational citizenship behavior. The figdif the study was find that general justice petioa of the participants
was high, while their perception of organizationizenship behavior was moderate. Also, the figdimevealed positive
and significant relationship between the dimensfnarganizational justice and organizational eitighip behavior.
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The study of (Taamneh Mohammad Abdallah, 2015jclwaimed to identify the level of practicing pealtiral justice in
the Jordanian Ministry of Justice and its effectemployees. It also, try to measure the organimaticitizenship behavior
exercised by employees from the view point of tine@nagers. The results revealed that workers s#r®cedural justice
was moderate, while, the level of organizationtizenship behavior by employees from the perspeativtheir managers
came moderately. Also, results indicated that tieeeestatistically positive significant effectpfocedural justice practice on
organizational citizenship behavior, while, thesend statistically significant differences of resgents answers to the level
of procedural justice due to demographic variabkdso, there is no statistically significant diféarces of respondents
answers (managers) to the level of organizatioitaleaship behavior of their subordinates dependingthe variables
related to age and qualification, While, there satistically significant differences in their aress due to the variables of
gender and in favor of males, and years of seaicefor the category of 16 years and older.

The study of (Al-Taamseh A. Salameh & HasbAllah Abed Alhafith, 2015) , has aimed to analyze thmpact of
procedural justice on organizational citizenshipdaor at the QIZ companies in Jordan accordinthéoopinions of their
employees. The study main findings indicated the &pplication of procedural justice in the QIZ @amies were
intermediate, while, the level of organizationaizeinship behavior among workers was high, in éaldithere was a positive
relationship between procedural justice and orgaitiral citizenship behavior. The study recommerttiecheed to increase
the awareness of employees of procedural justiceoatpanies, and to enhance the level of organizaitioitizenship
behavior among workers at the QIZ companies inatard

The study of (Alghiwi Laith, 2015) , aimed at idigyihg the level of the employee's perception @& tirganizational justice
and its dimensions in the Jordanian Potash Compadyirapact of such perception on improvement thefopeance
efficiency. The results refer to the level of thepboyee's perception to the organizational justimecept and its dimensions
were high. Also, the results show that the emplsyperformance efficiency level was high. Also, thsults indicated that
there is a statistically significant impact for tbeganizational justice dimensions on the dimensiohimprovement the
employee's performance efficiency in the JordaRiatash Company.

4. Methodology
4.1. The Study Population and It's Sample

The study population consists of all employees wayln Jordan National Electric Power Company, tingimber 1400
employees according to the statistics of Human ResdDepartment, distributed as the following (upleeel management
36, middle management 108 and subordinate 1256).tBuhe large size of population, a stratifiedd@n sample was
selected of 302 employees distributed as the fatigw{upper level management 8, middle level manage¢n23 and
subordinates 271).

4.2. Data Collection and Instrument

The study used a questionnaire for collection dé&tudy. A survey instrument that had a 1-5 Lilemdle was designed
and developed in line with earlier studies to hitedi for Jordan National Electric Power Company emrment, and it
consisted of three main sections; Section 1 focasecespondents’ demographic variables, while theti®n 2, focuses on
organizational justice dimensions, and Sectionnmplesized on organizational citizenship behavionedsions. 302
questionnaires were distributed. Only 202 werernetd valid to statistically analysis, with a respemate 67% .

4.3. Instrument Validity and Reliability

The instrument (questionnaire) was sent to a psadaal as well as specialists in the business neanagt to test the
face validity of the instrument, they did a smailrections and split some items into two or thiteens to measure all the
variables comprehensively. Other type was to tesiriternal consistency and stability of questiareas conducting a pilot
sample of 50 employees to assess the simplicityctamity of all items, the results was as simplecksr to understand.
Meanwhile, researchers used Cronbach' Alpha tdhesteliability of the questionnaire, and it imsaered adequate if it is
exceed 0.60 according to (Churchill, 1979). Howewas depicted in table 1, the results of Alpha figehts of the
concerned variables were registered acceptableawhercoefficients are above 0.60. Therefore, iegument was suitable
and consistence for implementing the study.

5. Study Results

5.1 Demographic Variables

According to results shown in table (2), we notit¢kdt 70.3% of the sample of study was male an@%9vere female.

Clearly, results show that employees who were enggloyere young and they were situated mostly inl¢36-than 40

years, 39.6% ) and (40- less than 50 years , 35.tHig)implies that Jordan National Electric PoW&mpany has energetic
employees who can continuously provide quality iserby being speedy in serving customers, providigservice on time
and being flexible , and vital to be more committectheir jobs. We noticed that most of respondeméswell educated

through earning their first degree and second @e($6%) and (14%) respectively. In regard to exgee forms, most of
the respondents have higher experience which miatshe longer tenure the easier it is for empdsyto adapt to the
organizational environment as well as accept comparals and values where service-oriented cultsiremiphasized and
continue providing service quality.
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Table 1: Cronbach’s Alpha

Variable No. of ltems Cronbach' Alpha

Distributive justice 5 73.7
Procedural justice 5 84.8
Interactional justice 9 94.5
Altruism behavior 5 86.1
Courtesy behavior 4 67.6
Sportsmanship behavior 3 70.9
Civic virtue behavior 5 76.6
Conscientiousness behavior 3 80.4

Table 2 . Demographic Variables Characteristics

variable level frequency Percent (%)
Gender Male 142 70.3
Female 60 29.7
total 202 100
Age 30 — 40 years 80 39.6
41 — 50 years 71 35.1
More than 51 51 25.2
Total 202 100
Educational level Baccalaureate 174 86
Master 28 14
Total 202 100
Experience 5—10 years 20 9.9
11 — 15 years 40 19.8
More than 16 years 142 70.3
202 100

5.2 .Study Variables Description

Table 3. Descriptive Study of Organizational Justidmensions

Items No. Dimension Means St. Dev Order of imparéan Level of Importance
1-5 Distributive justice 3.28 0.96 Medium
6-10 Procedural justice 3.23 0.91 Medium
11-19 Interactional justice 3.42 0.76 Medium
Organizational justice 3.31 0.88 Medium

As shown in table 3, organizational justice has @yohean of (3.31), which indicates a medium impuaga According to
respondents' answers, interactional justice dinoensias come first with a mean of (3.42) which iathcof medium
importance, then followed by distributive justicadaprocedural justice dimensions with a mean o28B.and (3.23)
respectively, as they all indicate of medium impode. These results show that the respondentsa@dddtional Electric
Power Company employees) see that the level of @ramnal justice behavior of their company wasdioe in terms of
distributive justice, procedural justice and intti@nal justice dimensions.
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Table 4. Descriptive Study of Organizational Citizleip Behavior Dimensions
Items No. Dimension Means St.dev. Order of Level of
importance Importance
1-5 Altruism behavior 1.56 0.57 3 Low
6-9 Courtesy behavior 1.40 0.58 5 Low
10-12 Sportsmanship behavior 1.64 0.67 2 Low
13-17 Civic virtue behavior 1.44 0.65 4 Low
18-20 Conscientiousness behavior 2.17 0.71] 1 Low
Organizational citizenship behavigr 1.64 0.64 Low

As shown in table 4 , organizational citizenshihdgor has got a mean of (1.64), which indicatesva importance.
According to respondents' answers, conscienti@ssibehavior dimension has come first with a mearf2df7), then
followed by sportsmanship behavior, altruism bebgwivic virtue behavior, and courtesy behavidthva mean of (1.64),
(1.56), (1.44) and (1.40) respectively, as theyralicate of low importance.

5.3 Multiple Regression Analysis

In order to exploring the effect of independentiatale on dependent variable, a multiple regressiaalysis was used, at
statistical significant levek(< 0.05), as the following:

Ho: There is no statistically positive significant iagh ata<0.05 of the organizational justice dimensionst(itiative justice,

procedural justice, and interactional justice) ogamizational citizenship behavior (altruism, cesyt, sportsmanship, civic
virtue and conscientiousness) at Jordan Natioregdtii¢ Power Company.

Table 5.Multiple Regression Results of the Impadafanizational Justice on Organizational Citizen®gpavior(main

hypothesis test)
Organizational justice Organizational citizenshghavior
B value B T value sig

Distributive justice 8.106 0.142 2.143 0.033
Procedural justice -0.356 -0.662 -4.461 0.000
Interactional justice 0.221 0.374 2.527 0.012

R 0.379

R Square 0.144

F value 11.068

sig 0.000

Table 5 explores the regression analysis of tteénniypothesis, results revealed that the orgdpizalt justice is
significantly and positively affects the organipatal citizenship behavior of Jordan National Eiedfower Company at<P
0.05. (R = 0.379), which indicate that the relatldphetween organizational justice and organizati@itizenship behavior
were positive, also ( R Square = 0.144) which ingplieat the organizational justice explains 14.4%hef variance of
organizational citizenship behavior of Jordan NaioElectric Power Company, while 85.6% related ttoeo factors not
mentioned in this study. And this leads to rejéet hull hypothesis that saying there is no statiBiti positive significant
impact ato<0.05 of the organizational justice dimensionst(itiative justice, procedural justice, and inter@acal justice)
on organizational citizenship behavior (altruismuitesy, sportsmanship, civic virtue and consopersiiess) in Jordan
National Electric Power Company, and accept therratere hypothesis of affirming the effect. Thugsijtive justice
perceptions have shown to foster what is known rapl@/ee organizational citizenship behaviors, dnawéors that go
beyond the call of duty. In other words, it is thdividual behavior that is discretionary not difgor explicitly recognized
by the formal reward system and that in the agdgeesgeomotes the effective functioning of the orgation. According to
the results of the multi-regression model, deveaiofmevards testing which sub-dimension of organdza! justice is more
effective in explaining organizational citizensthiphavior, it can be inferred that interactionatipes (3 = 0.374, T = 2.527,

sig = 0.012), distributive justicg & 0.142, T = 2.143, sig = 0.033) and procedursti¢e ¢ =-0.662, T=-4.461, sig= 0.000)
respectively.
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Table 6. Multiple Regression Results of the impadairghnizational justice on altruism behavior (tingt sub- hypothesis

test)
Organizational justice Altruism behavior
B value B T value sig

Distributive justice 0.129 0.187 2.784 0.006
Procedural justice -0.409 -0.630 -4.191 0.000
Interactional justice 0.303 0.426 2.839 0.005

R 0.345

R Square 0.119

F value 8.937

sig 0.000

The effect is statistically significant at the ley@< 0.05)

Table 6 explores the regression analysis st fsub- hypothesis, results revealed that thenizgtonal justice is
significantly and positively affects the altruismatavior of Jordan National Electric Power Compani<ad.05. (R = 0.345),
which indicate that the relationship between orgational justice and altruism behavior were positialso ( R Square =
0.119) which implies that the organizational justexplains 11.9% of the variance of altruism bedvaef Jordan National
Electric Power Company, while 88.1% related to ofiaetors not mentioned in this study. And this E&a reject the null
hypothesis that saying there is no statisticallgnsicant impact ato<0.05 of the organizational justice dimensions
(distributive justice, procedural justice, and mfional justice) on altruism dimension of orgamional citizenship
behavior at Jordan National Electric Power Comp&eyce we reject it and accept the alternative tngsi$ of affirming
the relationship and effects. According to the lssaf the multi-regression model, developed towatesting which sub-
dimension of organizational justice is more effeetin explaining altruism behavior, it can be inéel that interactional
justice ¢ = 0.426, T = 2.839, sig = 0.005), distributivetjos (3 = 0.187, T = 2.784, sig = 0.006) and procedurstije ¢ =-
0.630 T=-4.4191, sig= 0.000) respectively, andvidlee of (f) =(8.937) with the degree of freedomwith significant level
= (0.000) which is more than its tabulated valusignificant level ¢<0.05).

Table 7. Multiple Regression Results of the impadirghnizational justice on Courtesy behavior (treed sub-hypothesis

test)
Organizational justice Courtesy behavior
B value B T value sig

Distributive justice -1.518 -0.024 -0.339 0.735
Procedural justice 5.038 0.083 0.534 0.594
Interactional justice -0.200 -0.301 -1.932 0.055

R 0.230

R Square 0.053

F value 3.687

sig 0.013

*The effect is statistically significant at the &\(o < 0.05)

Table 7 explores the regression analysis of tlersk sub- hypothesis, results revealed that thanizgtional justice is
significantly and positively affects the courteshhavior of Jordan National Electric Power Companig<a.05. (R = 0.230),
which indicate that the relationship between orgatidnal justice and courtesy behavior were pasitalso ( R Square =
0.039) which implies that the organizational justexplains 3.9% of the variance of courtesy behlavialordan National
Electric Power Company, while 96.1% related to ofiaetors not mentioned in this study. And this E&ad reject the null
hypothesis that saying there is no statisticallgnsicant impact ato<0.05 of the organizational justice dimensions
(distributive justice, procedural justice, and matgional justice) on courtesy dimension of orgational citizenship
behavior at Jordan National Electric Power Comp&eyce we reject it and accept the alternative tgsi$ of affirming
the relationship and effects. According to the lssaf the multi-regression model, developed towatesting which sub-
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dimension of organizational justice is more effeetin explaining courtesy behavior, it can be irddrthat interactional
justice ¢ =-0.301, T =-1.932, sig = 0.055), proceduratiges(® =0.083, T = 0.534, sig = 0.594) and distributiustice
=-0.024 T=-0.339, sig= 0.735 respectively, andvaleie of (f) =(3.687) with the degree of freedomwigh significant level
= (0.013) which is more than its tabulated valusignificant level ¢<0.05).

Table 8. Multiple Regression Results of the impaairghnizational justice on sportsmanship behavia third sub-

hypothesis test )
Organizational justice Sportsmanship behavior
B value B T value sig

Distributive justice 0.126 0.157 2.246 0.026
Procedural justice -0.222 -0.293 -1.874 0.062
Interactional justice 0.126 0.151 0.967 0.335

R 0.220

R Square 0.048

F value 3.363

sig 0.020

*The effect is statistically significant at the &\{o < 0.05)

Table 8 explores the regression analysis of tthel hypothesis, results revealed that the orgditimal justice is
significantly and positively affects the sportsmapsbehavior of Jordan National Electric Power Comypat < 0.05. (R =
0.220), which indicate that the relationship betweeganizational justice and courtesy behavior wassitive, also ( R
Square = 0.034 which implies that the organizatigastice explains 3.4% of the variance of sportssiép behavior of
Jordan National Electric Power Company, while 96ré%ated to other factors not mentioned in this ytudhd this leads to
reject the null hypothesis that saying there isstatistically significant impact ai<0.05 of the organizational justice
dimensions (distributive justice, procedural justiand interactional justice) on sportsmanshipedision of organizational
citizenship behavior at Jordan National ElectriesvBoCompany, hence we reject it and accept thenaltiee hypothesis of
affirming the relationship and effects. Accordirg the results of the multi-regression model, dgwetbtowards testing
which sub-dimension of organizational justice isreneffective in explaining sportsmanship behavitocan be inferred that
procedural justice( = -0.293, T = -1.874, sig = 0.062), distributivestice § =0.157, T = 2.246, sig = 0.026) and
interactional justicef{ =-0.151 T=-0.967, sig= 0.335 respectively, anduhkie of (f) =(3.363) with the degree of freedom
=3 with significant level = (0.020) which is motean its tabulated value at significant lewet@.05).

Table 9. Multiple Regression Results of the impaairghnizational justice on Civic virtue behaviohgtffourth sub-
hypothesis test )

Organizational justice Civic virtue behavior
B value B T value sig

Distributive justice -4.104 -0.056 -0.869 0.386
Procedural justice -0.554 -0.799 -5.568 0.000
Interactional justice 0.356 0.467 3.261 0.001

R 0.445

R Square 0.198

F value 16.269

sig 0.000

*The effect is statistically significant at the &\(o < 0.05)

Table 9 explores the regression analysis of thethi sub- hypothesis, results revealed that tiyarozational justice is
significantly and positively affects the civic wig behavior of Jordan National Electric Power Comgpank< 0.05. (R =
0.445), which indicate that the relationship betweeganizational justice and civic virtue behavigre positive, also ( R
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Square = 0.186 which implies that the organizatiprstice explains 18.6% of the variance of cividue behavior of Jordan
National Electric Power Company, while 81.4% relaieather factors not mentioned in this study. Ahid leads to reject
the null hypothesis that saying there is no sta&ily significant impact at<0.05 of the organizational justice dimensions
(distributive justice, procedural justice, and mational justice) on civic virtue dimension ofganizational citizenship
behavior at Jordan National Electric Power Compdeyce we reject it and accept the alternative thgsig of affirming
the relationship and effects. According to the lissof the multi-regression model, developed towatesting which sub-
dimension of organizational justice is more effeetin explaining civic virtue behavior, it can b#drred that procedural
justice § =-0.799, T = -5.568, sig = 0.000), interactiojustice 3 =0..467 T = 3.261, sig = 0.001) and distributivstice {
=-0.056 T=-0.869, sig= 0.386 respectively, andhkie of (f) =(16.269) with the degree of freedo with significant
level = (0.000) which is more than its tabulatetlgaat significant levels<0.05).

Table 10. Multiple Regression Results of the impdarganizational justice on Conscientiousness biendthe fifth sub-

hypothesis test )
Organizational justice Conscientiousness behavior
B value B T value sig

Distributive justice 0.288 0.324 5.028 0.000
Procedural justice -0.613 -0.730 -5.066 0.000
Interactional justice 0.515 0.558 3.885 0.000

R 0.438

R Square 0.192

F value 15.688

sig 0.000

*The effect is statistically significant at the &\{o < 0.05)

Table 10 explores the regression analysis of tfile §ub- hypothesis, results revealed that the rérgsional justice is
significantly and positively affects the conscientness behavior of Jordan National Electric P@ampany at R 0.05. (R
= 0.438), which indicate that the relationship begw organizational justice and conscientiousnebavi@ were positive,
also ( R Square = 0.180 which implies that the degdional justice explains 18% of the variance ohscientiousness
behavior of Jordan National Electric Power Companlyile 82% related to other factors not mentionedhis study. And
this leads to reject the null hypothesis that sayfrere is no statistically significant impactoat0.05 of the organizational
justice dimensions (distributive justice, procedytetice, and interactional justice) on consdmmness dimension of
organizational citizenship behavior at Jordan NwtidElectric Power Company, hence we reject it arejat the alternative
hypothesis of affirming the relationship and eféecfAccording to the results of the multi-regressiondel, developed
towards testing which sub-dimension of organizatigustice is more effective in explaining constiensness behavior, it
can be inferred that procedural justife=(-0.730, T = -5.066, sig = 0.000), interactiopedtice ¢ =0.558 T = 3.885, sig =
0.000) and distributive justiced 324 T=5.029, sig= 0.000 respectively, and theiwalf (f) =(15.688) with the degree of
freedom =3 with significant level = (0.000) whichrhore than its tabulated value at significantll¢ws0.05).

6. Discussions and Conclusions

It is clear evident from the results shown inl¢aB, that organizational justice and its dimensiddistributive justice,
procedural justice, and interactional justice) besred medium levels of importance from the redpats’ point of view .
While , it is clear evident from results shown able 4, that organizational citizenship behaviat &s dimensions (altruism,
courtesy, sportsmanship, civic virtue and conseshess) has scored low levels of importance fiteerrespondents’ point
of view.

Table 5, exhibit the results of regression analyetween the dimensions of organizational justioe organizational
citizenship behaviors. As noticed the results apé consistent with the null hypothesis, so the lisstevealed that
organizational justice has a positive and significaffect on the organizational citizenship bebewvias a whole. It means
that if employees find their organization just dad in distributional, procedural and interactibsgstems, they are more
inclined to show organizational citizenship behavidJnder a high level of organizational justicepéoyees tend to feel
more secured and be engaged deeper in organizatiimanship behaviors. Also, table 6,7,8,9 andex@ibit the results of
regression analysis between the organizationaliceisand organizational citizenship behaviors (&trny courtesy,
sportsmanship, civic virtue and conscientiousness)noticed the results are not consistent withrthié hypothesis, so the
results revealed that organizational justice hpssitive and significant effect on the altruismuctesy, sportsmanship, civic
virtue and conscientiousness behaviors of organizalt citizenship. Which means that the practidesrganizational justice
enhances the employees to behave in a way thatritrates selflessness and concern for the welfamhers, taking
actions that help prevent problems from occurriagtaking actions in advance to mitigate a problehmosing not to
complain or act in negative ways, adopting a pestirresponsible, constructive involvement in tiodtigal or governance
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process of the organization and evidencing comnmitrteehigh levels of work quality and completion.

Based on these results , it is suggested to meanag take the following measures in order toease the organizational

citizenship behaviors in their employees and tofeece the five dimensions of organizational citigkeip behaviors in them:

The management should increase employees' jugticegtion because it plays a role in motivating leyges to engage
in organizational citizenship behavior. The empbyéelieving in the fair distribution of wage, benor promotional
offers that are received, resources and rights sboyanizational citizenship behavior such as cbaotg to the
organizational effectiveness and efficiency .

Managers who desire to create an organizationabsgihrere that elicits citizenship behavior muswsttd improve the
perceived fairness of their interactions with sulimates. In order to improve organizational justioel so organizational
citizenship behavior, some required efforts is pemal, including: increased employee participatesdme decision
making and institutional affairs, holding periogieetings to create understanding between managezraployees and
giving importance to courtesy .

Management needs to ensure the practice of orgamiahjustice and communicate the practice tortkeiployees so
that it can create confidence and loyalty amongleyegs. This will then influence workers' organiaaal citizenship
behavior .

Management should informing the employees abouptimeiples of the justice and how to maintain gaelhtionships
in practicing the management works.

7. Future Implications

The present study was carried out in the cordEdbrdan National Electric Power Company. Furtheestigation may be
conducted by practitioners and researchers in abetors such as services, financial and manufagtsectors. Besides,
these two variables must be examined from the paaw of other variables such as loyalty, persdpaleadership styles
and organizational culture.
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